A major challenge facing schools who teach MBA programs is developing a degree of student satisfaction and commitment. While MBA education is different than undergraduate the predictors of student satisfaction are probably different as well. This study charts some predictors of student satisfaction with their programs using an unconventional measure: the job satisfaction index, and the organizational commitment questionnaire. Moderators of classroom style, age, and gender of professor are explored. Explanatory and predictive relationships are revealed through multiple regression.
Introduction
There are increasing emphases placed on student satisfaction among public, private and proprietary schools. In part this is because students are paying higher tuition costs and develop high service expectations. When dissatisfied, students are known to complain bitterly to administration or walk to the university across the street. As a result, academic life and competition has become rather keen.
Growing budgets require feeding. While public institutions rely on tax subsidies for funding, private schools depend almost wholly upon student tuition to pay for operational, instructional, and facilities costs. In these tight economic times more and more public schools depend upon capita reimbursement as support is hitting a critical low. In order to cut costs, colleges and universities adapt their processes and reprioritize, cutting things like study abroad trips and depending upon transient and adjunct labor while stepping up foundation activities to provide funding. Their behavior is very similar to consumer product companies: cut costs and processes, while measuring customer satisfaction. When customer satisfaction goes down, cuts in services and product attributes stop.
The purpose of this paper is to help determine what helps predict student satisfaction and retention in colleges and universities. The unit of analysis is the MBA student, and predictors of satisfaction and commitment are the Job Satisfaction Index, and the Organizational Commitment Questionnaire. The outcome is that this study should help administration formulate an understanding of how students develop program related attitudes. By developing this understanding administrators can leverage to enhance attributes of satisfaction and commitment while engaging processes to generate increased quality and efficiency of labor, and secure motivation among MBA students in an academic program. uncertainty avoidance, highly individualistic, accepting of central power structures, and has a fair middle ground on masculine and feminine ideals. Were professors to interpret the information, prima facae, they might assume that students prefer to be:
x "Given specific directions from above for individual assignments. Not handling group assignments well. There may be a chit chat factor."
x "Provided with individual level incentive programs with specific criteria, performance decided by someone higher than them."
x "Given specific criteria for class and for graduation."
x "Led through material structure and shown consideration which mixes the "you do" with the "let's help" scenario, seen in the classroom."
If the typologies available in the literature are true, professors should be able to get a good start on effectively managing their classroom dynamic by imagining an application of a stable cultural typology and putting that application into practice. Both experience and academic literature suggests things aren't that simple. When scholars research cultural differences and spend time in host country facilities, they find the suggested typologies amount to little more than researched stereotypes.
The management of the classroom, and the actions taken wind up being a great deal more complicated than cultural typologies would suggest. Students show some relatively surprising characteristics in relationship to the cultural stereotypes and measurements of national culture. They do want to know exactly what to do in the classroom setting. Ambiguity tends to throw the class dynamic askew into chatty anarchy. The more this happens, satisfaction, participation, and classroom/program commitment can suffer. Leader behaviors of initiating structure and consideration are likely found to be correlated with commitment and the perception of programmatic quality, according to one manager. Perhaps this is why French students appear to need powerful leadership to maintain the direction and structured focused behavior. Were we to accept the proposition that French students were uncertainty avoiding, power distance accepting, individualistic, and masculine/feminine we might assume that students study class satisfaction and commitment would be related to Hofstedian stereotypes. In practice this could materialize as a desire for strong supervision, specific work rules, group incentives and training, strong central management while the classroom that is treated with some egalitarianism. One cannot rule out that some lessons of this study seem to be that it is context in the classroom that was predictive of satisfaction and commitment, but also culture. (Teagarden & VonGlinow, 1990) . The main objectives of this study are to:
x To explore important class attitudes and learning motivations among French students.
x To delve into whether it is national culture, scholastic culture or both that influences the development of student study, attitudes and motivation.
x To expand the research methodology in international research to include MTMM methodology.
x To report on the findings that the components of job attitudes and motivation.
Classroom Satisfaction Attitudes in France

Organizational Commitment/Job Satisfaction
Organizational Commitment is the relative strength of an individual's identification with and involvement in a particular organization (Meyer and Allen, 1987; Mowday, Porter, and Steers, 1982) . Conceptually, it can be characterized by (1) the strong belief in and acceptance of organizational goals and values; (2) a willingness to exert considerable effort on behalf of the organization; and (3) a strong desire to maintain membership in the organization (Mowday, Porter, and Steers, 1982) .
Commitment is characterized as an attitude of attachment to an employing organization. Researchers focus primarily on the identification of antecedents contributing to the development of organizational commitment and the impact on job attitudes and behavior that commitment may have (Meyer and Allen, 1987) . According to Angle and Lawson, (1993) there are antecedents to commitment that can be split into components of personal characteristics and situational factors. Personal characteristics include variables like gender, age, and employment tenure. Situational factors include variables like job characteristics, organizational characteristics, work situations, and work experiences that employees may have.
There has been a great volume of work relating to organizational commitment in academic literature, but none to classroom commitment in this paradigm. Recent reviews of the commitment research (Mathieu and Zajac, 1990; Meyer and Allen, 1987; Reichers, 1985) reveal that most research relates to the antecedents, correlates, and consequences of organizational commitment. Outside of the primary geographic base, which is located in the United States, Canada, Asia, and Western Europe, scholastic interest in commitment and job satisfaction is increasing, but that phenomenon is relatively recent. According to Randall (1993) , researchers on commitment and job satisfaction are entering an international phase where they are beginning to explore, extend, and apply theories abroad. Although various regions have been explored (primarily in the Pacific Rim, North America, Western Europe and the Middle East), interest in Latin America, Eastern Europe, the FSU, and Indian Subcontinent has been lacking, but is now on the increase. In the existing literature, commitment is supposed to have a strong impact on student turnover and performance. Because of the growth of proprietary educational facilities at the graduate level in France, antecedents and consequences to commitment among students in France should be explored regarding whether they are valid and have similar impacts on student dropout, acceptance of scholastic values, and willingness to exert effort. By understanding the nature of commitment among French students, we may begin to honestly understand the impact that the work, the professor, the rewards, the potential for graduation and co-classmates have on commitment. This article can help develop our knowledge and ability to explain, predict and control attitudes and behaviors among students and further understand their concerns.
Antecedents to Organizational Commitment
Literature on organizational commitment predicts that the personal characteristics of age, gender, and occupational status (as either line or staff) will predict levels of commitment among French students. The literature also predicts that situational factors like classroom participation, scholastic effectiveness, and leadership styles will also predict levels of commitment.
Personal Characteristics
Personal characteristics have been investigated in relationship to organizational commitment (Mathieu and Zajac, 1990) . The most frequent investigation relating to personal characteristics in the international literature are gender, age, tenure, and education (Randall, 1993) .
Gender
Mathieu and Zajac's (1990) research indicates that women in France tend to be more committed to organizations than men. Explanations for this finding are that jobs are more difficult to find; there are fewer options presented for employment; and that there are obstacles relating to marriage and family that make it more difficult for women to become organizational members (Aven, Parker, and McEvoy, 1993) . Because of this, it makes sense to indicate that once acceptable employment is obtained, women tend to be more committed to it.
Age
In the academic literature centered on the USA, age and time spent in a workplace tend to be positively correlated with organizational commitment. As individuals get older, it is postulated that preference for alternative employment opportunities decreases while personal investments in the firm tend to increase. This promotes commitment to the organization (Allen and Meyer, 1993; Angle and Perry, 1981; Mathieu and Zajac, 1990; Mowday et al, 1082; Gregersen and Black, 1992) .
People in France show cultural attitudes that value age. It doesn't come out in the literature, however, this study therefore suggests that age will have no impact.
Situational Factors
Situational factors are the second component of organizational commitment and are identified as antecedents to commitment. Typically, situations that affect commitment are those that are related to characteristics of work, characteristics of an organization, and experiences that students have while on the job (Price et al, 2001; Glisson and Durick, 1988; Gregersen and Black, 1992; Mowday et al, 1982) .
Job Characteristics
Job characteristics that are related to commitment are those facets of a job that affect individual affect and job attitudes (Johnston et al, 1990; Mathieu and Hamel, 1989) . It is postulated that situations that present role conflict, role ambiguity and limited job scope have a dampening effect on organizational commitment. In the literature related to international organizational commitment (Randall, 1993) , it is noted that ambiguity, conflict and scope have different dampening effects depending upon culture and individual differences.
One controversy in the literature relates to the role that job satisfaction, as measured by the Job Diagnostic Index has on commitment. While Bateman and Strasser, (1984) would argue that job satisfaction is a result of commitment rather than a cause of it, Reichers (1985) argues the opposite.
This study postulates the same relation as Peterson (1997) : that job satisfaction will be positively correlated with commitment in French organizations. It will be interesting to note which elements of job satisfaction are the most related. Measurement instruments, like the JDI postulate that job satisfaction is created from satisfaction with work, supervision, payment, ascension, and students. This is an adaptation of the JDI scope and intent. This study is the only one in the world that does that. It is postulated that elements that more closely relate to an individual student's daily work activities will have greater salience in predicting job satisfaction and commitment. In this case, it is proposed that satisfaction with supervision, students, and payment will have a greater impact on satisfaction and commitment than satisfaction with work and promotion.
There are several organizational characteristics that are positively related to commitment (see Mowday et al, 1982) . Of these, organizational effectiveness seems particularly relevant because of the focus on efficiency and adaptation (Mott, 1972) . The more effective an organization can make itself in its achievement, the higher will be the level of commitment on the part of its employees.
Work Experience
An additional situational antecedent of commitment represents those work experiences that occur while an employee works with an organization. Researchers have cited leader behavior and participative decision making as having significant effects on commitment (Glisson and Durick, 1988; Mathieu and Zajac, 1990; Randall, 1993) .
Leadership behaviors generally are characterized in terms of initiating structure and consideration, both of which show positive correlation with organizational commitment among North American students (Page & Wiseman, 1993; Mathieu and Zajac, 1990) . Initiating structure includes behaviors concerned with productivity, planning, coordination, discipline, clarification, and problem solving (Yukl, 1981) . It is anticipated that these behaviors will be correlated with organizational commitment in French organizations because employees want to be closely supervised (DeForest, 1994) in a paternalistic manner (Morris and Pavett, 1992; Schuler et al, 1996) . Employees expect a clear definition of job responsibility and are more loyal because of it (Davis, 1971) .
Consideration includes behaviors concerned with supportiveness, consultation, representation, and recognition (Yukl, 1981) . It is expected these behaviors are correlated with organizational commitment in French organizations because employees become loyal and hardworking when they feel they are appreciated by supervisors who are human relations oriented (Kras, 1989; McKinniss and Natella, 1994; Schuler et al, 1996) .
Researchers have found participative decision making to be an antecedent condition to commitment in a number of domestic and international studies (Randall, 1993) . According to Salancik (1977) participation in decision making increases organizational commitment by increasing felt responsibility and by influencing the extent to which employees make committed choices.
Traditionally, students in the United States expect participation in decision making. It is assumed that students in France expect authority figures to make decisions and assume responsibility for those decisions (Morris and Pavett, 1992; Schuler et al, 1996) . Things may be changing, though. While students desire for their organizations to be effective, they are beginning to accept that their participation may influence job security and therefore pay incentive systems. Contrary to previous studies, this study expects to find a positive relationship between participation and commitment in French organizations.
Effectiveness
The relationship between effectiveness and commitment may be changing. Peterson (1997) postulated a negative relationship between effectiveness and commitment in French organizations. Schuler et al (1996) suggest that as schools become more selective students in France develop lower levels of commitment because they perceive they are working harder for fewer rewards. If there is a connection between effectiveness and commitment on the part of French students, it is probably due to the notion that schools who are perceived as being more effective are known as "better places to study". This paper proposes that effectiveness will be positive in its relationship to commitment and satisfaction because employees crave/ perceive status and stability in their work relationships. Pursuit of efficiency, on the other hand, done wrong, will be predict lower desire to expend greater effort for the organization. Efficiency programs done correctly, that is those that provide great communication and that address student's desires for uncertainty avoidance, will not attenuate commitment. Hofstede (1997) predicts that French students are high in their propensity for uncertainty avoidance, they will prefer more certainty and predictability. Assuming that organizational effectiveness contributes to uncertainty and runs counter to students' desire to "do only what can be done reasonably", one might think that effectiveness (as defined by efficiency and adaptability) would be negatively correlated with commitment. This paper will propose that this is not true.
Method
Participants
This study was conducted among subjects in a proprietary business school located in Paris and in several other cities around the world. The professor invited students to participate in the research, and coordinated focus group activities as part of a research methods course. The typical subject in this case was a female graduate student has been or is currently employed. Length of employment in most cases was more than a year.
Measures
There were two methods of collecting data. First, there was a questionnaire adapted from Peterson (1997) consisting of an adaptation of widely recognized standard instruments with high reliabilities. These measures were designed to assess organizational commitment, job satisfaction, leader behavior, organizational effectiveness/efficiency and their antecedents. Focus groups validated questionnaire items as part of a class activity. This second method complemented the questionnaire. The researcher engaged in focus group interviews prior to collecting data. The purpose of the groups was to ascertain nuances involved in student motivation, to check the ongoing accuracy of the questionnaires and their construct validity, and to probe for additional concepts in student motivation not previously covered in the previous written literature. The interview technique was a modified cone structure that covered major topical areas in a structured format, which preserved the ability to probe for contextual detail, language nuance, and emotional content (D'Iribarne, 1997). It was in context with the class that the questionnaire and focus groups were administered.
This survey used the Organizational Commitment Questionnaire (OCQ) developed by Mowday et al (1982)
. The 18 item questionnaire was used. Because of its psychometric properties, this instrument is accepted in organizational behavior and researchers have used it in a great many published studies, of which 18 have been international in scope (Mathieu and Zajac, 1990; Randall, 1993) . A coefficient alpha was computed to determine the internal consistency reliability for the construct within this study. The result was acceptable at .8416.
Job characteristics were assessed using the Job Descriptive Index (Smith et al, 1969) , which consists of 72 items. Cook, Hepworth, Wall and Warr (1981) suggested this index is most psychometrically acceptable as a measure of satisfaction. To complete the index, subjects were asked to indicate their satisfaction with five job components (work, pay, co-students, promotion and supervision) by rating whether listed items were descriptive of the respective dimensions. A global job satisfaction measure was formed by averaging the component scores (Porter et al, 1974; Teas, 1983) . The resulting reliability analysis yielded an acceptable alpha of .8039.
Organizational characteristics were computed by using an Organizational Effectiveness Measure (Mott, 1972) consisting of eight items, each with five response categories which reflected strong to weak positions on each item. The reliability for this single construct was acceptable at .8713.
Work experiences were assessed through the analysis of 11 additional items on the questionnaire. To determine leader behavior, 11 items were used from the Managerial Behavior Survey (Yukl, 1981 ). There were 6 items reflecting initiating structure and 5 items reflecting consideration. These yielded acceptable alphas of .9557 and .9382, respectively.
Finally, in addition to the measures, the translated questionnaire included demographic variables like gender, age, years of education, and time in employment.
Results
Zero order correlation among major variables are presented in Table 1 . While there are many correlations that are statistically significant, only a few exceed .6. This would make us think multicollinearity probably isn't an issue. To ensure that multicollinearity was not a problem in the regression model, a variance inflation factor (VIF) was computed for each independent variable. The largest VIF was around 7. According to Neter, Wasserman and Kutner (1989) , if the maximum VIF exceeds 10, then multicollinearity may be unduly influencing the least squares estimates.
One way ANOVA was used to test the relationship between the dichotomous variable "gender" and the variables satisfaction, commitment, initiating structure, consideration, organizational effectiveness, and each of the commitment components: affective, behavioral, and continuance commitment. The following Table 2 presents the results of this ANOVA.
In this program, there were some differences between men and women in terms of commitment need for consideration and not structure, liking the program, doing the work and finishing. There was a significant difference in relationship to behavioral commitment, with women reporting a great deal more behavioral commitment than men.
To investigate further the relative strength of the relationships between the variables of satisfaction (as a construction of satisfaction with work, supervision, pay, promotion, and students), leadership behaviors (initiating structure and consideration), organizational effectiveness, and commitment along with its components (affective commitment, behavioral commitment, and continuance commitment), separate ANOVA and stepwise regressions were conducted. The analysis typifies the approach taken in the empirical tests of commitment (Bateman and Strasser, 1984) . The results, in Tables 3-8 , illustrate the range of variables in this study that account for significant portions of the commitment variance.
Students were far more likely to report study elements like this (a "+" means there is a statistically significant relationship. The characterization "lo" means the negative elements of the variable e.g. "work" (e.g. boring tedious, never ending): "Hi" represents the more positive elements of "work", like interesting, fascinating, fashionable: stimulating, and good. Table 9 highlights the characteristics:
Discussion
This study investigated the concept of program commitment among French MBA students, studying in Paris.
The study forwards the thought that recognized measures of commitment and satisfaction yields broader insights into the international management education literature, which is not currently a well-researched area. The analysis reveals several variables that are significantly related to organizational commitment among students in France.
This study began with a set of general objectives, one of which was to "explore important work related attitudes among MBA students in a proprietary MBA program operating in France." Given that it would be incumbent upon the researcher to place the attitude exploration in cultural and organizational context, the effort was expended to spend adequate time in the host nation so that context could be correctly placed.
Previous literature (Peterson, 1997) suggests that employees in France might behave according to national cultural norms. It has been speculated that these employees would be ambiguity averse, masculine/feminine neutral, accepting of power distance, and collectivistic. Some of the logical extensions of this reasoning would have us predicting that French students are likely to accept directions from superiors, have equal participation rates in the workforce, desire work incentives and projects, and wish professors would spell out, in detail, directions for assignments. In all instances, literature calls for more research to either confirm of refute these propositions. Happily, most of the later research has refuted stereotypes of French students, while adding some empirical data that supports the development of positive student attitudes and motivation, along with a more accurate picture of student characteristics. The Peterson (1997) article, one of the first empirical studies of international work characteristics, supports the notion that women are equally committed to their efforts as are men, and that job satisfaction, participation in decisions, and age were predictive of organizational commitment. Of added interest, were the measurements that supported the connection between leadership behaviors and time in rank with commitment. This study goes a great deal further in that it finds significantly different results, with a data set that is more than about average in size (in comparison with other studies) with triangulated ethnographic data to support, and add context, to the conclusions, while conceptually splitting commitment into affective, behavioral and continuance commitment.
It is interesting to note that job satisfaction is predictive of commitment. With respect to situational factors, the weaker correlation between commitment and job satisfaction may be reflective of the short time the manufacturing facility has been operating. There is evidence that as a whole, students do develop greater levels of commitment the more satisfied they are with work, supervision, pay, promotions and colleagues. Focus groups indicated that employees in line capacities requested positive initiating structure and didn't separate initiating structure and consideration. A test for an interaction effect between initiating structure and consideration yielded better correlation than the consideration variable alone. This creates the impression that employees desire considerate initiating structure, but not initiating structure without consideration and (especially) not consideration without initiating structure. Given the prevailing literature on students as wishing to put time in, and not being overly concerned with scholastic work/production, one may be tempted to change that stereotype and design work and supervisory relationships that encourage work structure while showing consideration and encouragement to participate. Focus group interviews here reinforce that idea, as do observations.
Focus group interviews reinforce the conclusions of Peterson (1997) , especially as relates to desire to provide feedback. Perhaps French students are becoming more used to providing input to the work processes because they realize that participation is encouraged and will not result in negative sanctions, like it might in traditional business education in France. Like Peterson (1997) this report concludes that employees in France will provide input when they can provide group input rather than individual feedback. The focus group studies in this research support that. Employees were loath to speak individually, but were quite talkative in groups.
Like the research of Peterson (1997) , this research shows a positive relationship between perceived organizational effectiveness and commitment. Perhaps it is supported that a historical lack of concern for efficiency has indeed been changing. Perhaps employees are looking at the reputation of their firms in the community and because of that, are gaining satisfaction relating to the effectiveness of their effort. Focus group interviews bore this out across occupational categories. French students are beginning to create the realization that business practice is competitive and good jobs are hard to find. More study and data collection would be required.
Perhaps further research can provide insight into the theoretical connections between satisfaction and commitment for the French student. Literature reports that job satisfaction is certainly important for the French student. The focus groups reinforced that assertion. A student in the school, when speaking about commitment, indicated a phrase occasionally used. That phrase was "Je Suis Ici" which means, "I am here." For these students, having the shirt of commitment may indicate a bonding process with the scholastic environment. Providing job satisfaction, positive leadership behaviors, consistency, and predictability may go a long way toward inviting students to wear their shirts. Buying the shirt may help too, but doesn't guarantee the student will wear it. It may be that satisfaction as reported in a job that is culturally consistent (at least somewhat), may be the way allows employees to take ownership of the shirt, and want to wear it too.
Regarding the research, limitations should be kept in mind. The sample comes from one school. More measures are needed to validate these findings. Perhaps finding another school that has administrative and delivery centrally located in Paris would be better. In terms of research, this study is probably the first on MBA students in France every created. As a result, the generality of these results are minimal. Perhaps the working environment in this firm affected respondents' attitudes in way that may not be consistent with other students or organizations. As a result, more research is necessary to solidify findings. The longitudinal measures taken here help, and would indeed serve as a model for future research.
The findings have important implications for schools operating in France. The results of these studies suggests that administrators should determine the relevant factors that contribute to student satisfaction and commitment. By focusing on these factors, administrators and professors can enhance student commitment and satisfaction and therefore secure productive efforts among students in the cross-cultural environment. It is encouraging that French students are open to the ideas and commitment of work teams. They may find that by implementing such teams, they can develop strong commitment and thus minimize turnover. Hard to make friends + = "significant predictor commitment*, usually a reverse relationship (e.g. the more discipline, the less commitment." 
